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(1:45 p.m)
SECRETARY HERMAN: Vel cone back to
everyone. | think we would all agree that we had a

very informative discussion this norning and a
suggestion, | think that was made -- we had a | ot of
concrete suggestions in terns of recomendations,
I deas and strategies and this afternoon we have the
opportunity to continue our discussion about race in
the workplace with a specific focus on what enpl oyers
are doing, what |abor unions are doing to foster
greater diversity, greater cooperation, to open even
wi der the doors of equal opportunity.

| am very pleased that we have a
di stingui shed panel that is with us this afternoon to
enable us in this discussion and as | said this
nmorning in ny opening remarks, | believe that we woul d
all agree that whether enployers do it for enlightened
self-interest or because it is the right thing to do,
the reality is that the nore diverse our work force,
the better able we are to truly take advantage of a
gl obal econony today and to insure that we are truly
investing in all of our workers.

So | want to wel cone everyone back to this
afternoon’s session and if you' re just joining us,
we're glad to see you. And I'’mgoing to turn nowto

ny two col |l eagues who will assist with the co-chairing
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of this session this afternoon. The first is Linda
Chavez- Thonpson, who is the Executive Vice President,
t he National Executive Vice President for the AFL-CIO
and | am found of calling Linda Chavez- Thonpson ny
sister warrior in the struggle. Linda.

M5. CHAVEZ- THOVPSON: Thank you, Madam
Secretary. This afternoon’s forumis to talk about
how unions contribute to not just better wages and
better working conditions, decent benefits for workers
but also how they can contribute to a better
understanding of race and diversity wthin the
wor kpl ace. W hope to hear today from both corporate
and | abor representatives on how they have
acconplished sone of their goals and |'m | ooking
forward to hearing that, plus any ideas or any
suggestions that may cone fromthe panelists or from
t he audi ence about what nore needs to be done.

The Anerican | abor novenent has initiated
two initiatives as of today as | announced earlier and
sone of you may have heard; a publication that will be
printed and distributed on Septenber 1, 1998
addressing a practical guide for workers on how to
make sure that diversity issues are addressed, racism
discrimnation is elimnated in the workplace. But
beyond that also, that we wll nake sure that the
unions are counted in the dialogue that the President

of the United States wants to have on what America
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needs to do to beconme a nore diverse nation in the
wor kpl ace.

So I'm really looking forward to the
comments and certainly |looking forward to any
suggestions and ideas that any of the panelists or the
audi ence may have this afternoon.

SECRETARY HERMAN:  Thank you very, very
much, Ms. Thonpson. And now M. Robert Thomas, who is
a nmenber of the President’s Advisory Board, and Bob is
al so serving as the Executive Vice President for
marketing for Republic Industries. Bob.

MR, THOVAS: well, thank you, Madam
Secretary and welcone to all the panelists. This is
the second such neeting that |1’ve attended and as a
representative of business I can tell you that it's a
great opportunity for us to be part of this outreach
program W think that the econom c opportunities of
which we’ || be discussing today are one of the strong
foundations of building one Arerica. So we | ook with
great interest to the discussions today and the
interaction with the panelists and with the audi ence
as well. So we’ll learn a |ot.

So, again, Madam Secretary, pleased to be
here to hel p out.

SECRETARY HERMAN:  Thank you very, very
much, M. Thomas. And as | indicated, the focus this

afternoon is on practical strategies and solutions of
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what’ s working fromyour perspective, what are sonme of
the things that you are doing to bring down the
barriers I n the  workpl aces t hat you have
responsibility for.

" mgoing to ask each of our panel nenbers
as they speak if you woul d introduce yourselves to our
audi ence as we open up the discussion and I"'mgoing to
begin the discussion by calling on M. John Sena
Thank you for being with us.

STATEMENT OF MR JOHN SENA

MR SENA: Thank you, Madam Secretary. M
name is John Sena. |’m a Senior Assistant Business
Manager for |BEW Local Union 111, headquartered in
Denver, Colorado. And one of the things that | get --
|"ve been on staff for 16 years working full tine.
One of the things that we inplenented that | think has
addressed the diversity in the workplace with our
maj or enployer was going into a partnership in
conducting joint investigations.

The | ocal union devel oped a human rights
commttee, which | ama chair of that commttee. It
consists of 12 nenbers of the rank and file and that
took place in 1990. 1In 1995 we finally entered into
this letter of agreement or partnership with our
enployer. What we do is basically go out and conduct
joint investigations when allegations involving the

rank and file or bargaining unit personnel. Fromthat
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point, we cone back and deliberate and determ ne
whet her there’s been a violation of our discrimnation
and harassnent policy.

W have -- in labor, in our |ocal union,
have found individuals, our nenbers guilty of our
policy and we have filed charges against those
I ndi vi dual s under our |IBEWconstitution and fines as
high as $3,000.00 have been |levied against that
I ndi vi dual . In addition to that, the enployer has
taken punitive action in sone cases and perhaps, given
up to two weeks suspensi on.

SECRETARY HERVAN: Over what period of
time, M. Sena, were you able to achi eve these ki nd of
resul ts?

MR, SENA: W started having ngjor
problens, | think in -- that | started experiencing
probably 1985. So it took us approximately 10 years
to actually get to the joint process. That was
through litigation and so forth like that. Besides we
needed to basically find a way to cut down on the
cost .

SECRETARY HERVAN:  Thank you. Qur next
guest is fromthe Chanber of Comrerce and we woul d be
very interesting in hearing, M. Ferniza, from your
perspective are corporations really neeting the
chal l enge today of encouraging diversity in their

wor kpl ace and if so, what kinds of initiatives seemto
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STATEMENT OF Ms. SANDRA FERNI ZA

M5. FERNI ZA:  Thank you, Secretary Hernan.
Let nme respond first with a general statenment to that.
Diversity in corporate Arerica today is often defined
and neasured through denographics and dollars. Both
of these neasures are frequently used to shape and
define policy. In Arizona we have a popul ation that's
over 28 percent mnority and that nunber to corporate
Anerica can represent power, for instance, buying
power in the Hispanic comunity of $7 billion or it
can represent fear backl ashed agai nst immgrants and
t hose who m ght enploy them And that’s based on our
per sonal perspectives.

I woul d caution us and corporate America
not to use denographics as a poster child for fear and
conpetition anong mnorities or the general popul ation
because di scrim nation, whether by conquest, slavery
or ignorance renmains discrimnation in any |anguage or
cul ture.

| think in corporate America, with sone
beni gn negl ect from|eadership in governnent, we have
managed through tine intentionally or unintentionally
to make scapegoats of racial or culturally diverse
people in order to lay blanme for econom c and soci al
i1l's of our country. And those answers are really

things |like a technol ogical revolution for which we
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were not prepared, information technol ogy, the end of
the cold war which was based on defense spendi ng and
either the unwllingness or the inability to invest in
education and worker retraining.

Those were the seeds of economc woes
which | think are often confused with racial and
cul tural problenms. Those renedies have in the past
been addressed by | aw but they are just one tool. W
beli eve and we have sonme wonderful exanples in the
Chanber nenbership, where those have been addressed
through or need to be addressed through equal
educational opportunity and in that state and in
ot hers that nmeans school finance reform And we need
In corporate Anerica to enbrace at the highest |evel
in the board roomthe value of diversity because we
are dealing, as you stated Secretary Herman, with a
gl obal market, with consunmers who don’t necessarily
| ook i ke white mainstream Aneri ca.

And so we believe, at the Chanber, that
prograns that foster diversity as enployees, as
mnority vendors and the recognition that the
consunmers of products and services will share the
color of green is inportant.

SECRETARY HERVAN.  And even though | agree
that there’s nmuch nore in terns of what we’ re seeing
as trends beyond the denographics, |I'mcurious to know

from your perspective 1looking at the enployer
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community is the denographic future a notivator to
have enpl oyees becone nore active to encourage nore
di verse workplaces and | see M. Artis shaking his
head. So maybe I’'Il ask you from your perspective,
M. Artis.

STATEMENT OF MR CURTI S ARTI S

MR. ARTI S: Was that a deflection? |
think the denographic future 1is a significant
notivator. | think as people |ook up the corporate
mai nstream they are influenced by what they see in
ternms of their perception of the opportunity that
m ght exist for them And so | think profile and
certainly inproving the profile as it exists in
corporate Anerica as well as other sectors, public as
well as private, is really inportant for the future of
peopl e who have aspirations in our country.

SECRETARY HERVAN: Ms. Dewey, let’s turn
to you. You' re the worker on the panel. Could you
say nore, too, in terns of your own background
Governor Wnters is asking?

STATEMENT OF Ms. PEGGY DEWEY

MS. DEVEY: Well, | am a comon wor ker
This is an unusual forumfor a person like ne to be
intoand if it weren't for ny | abor union, | would not
be in this forum M background has al ways been in
the work force as a worker and I’ mvery proud of that.

For me, |1’ msuccessful. | don't strive to be anything
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but what | am

The experiences that | have experienced in
the work force led ne to becone nore involved in the
diversity prograns and one of the things that you talk
about with the denographics being in Arizona, we have
a | arge H spani c speaki ng popul ati on here. And one of
the things that we did not do is we did not service
that community when Spanish was their first |earned
| anguage. They couldn’t communicate with us to order
t el econmuni cations service or to order repairs.

It was unionists that brought this to the
forefront and had to convince our corporation --

M5. CHAVEZ- THOWPSON:  Excuse ne, give her
anot her m ke.

V5. DEVEY: Anyway it was unionists that
brought this to the forefront and had to fight wth
corporate |l eaders to say, "This will be profitable",
and had to prove that. It’s called EIl Centro and it’s
- - you  know, started out wth Ilike five
representatives and now they have over 100 and they
t ake Spani sh speaking calls for 14 states. It’'s very
profitable but the roadblocks that we face in
convi nci ng sonetinmes corporate Anerica are huge.

Wth our union, The Conmmuni cati on Wrkers
of Anerica, and we are also affiliated with AFL-C Q
| was very happy to hear about the initiatives. |'m

| ooking forward to that information but we have an
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equity commttee. And what we do is investigations on
charges of discrimnation not only against our
corporate | eaders, but against our unionists. | think
it’s inportant to acknowl edge that not only is
corporate Anerica not where it needs to be but [ abor
unions also have a little ways to go and just to
acknow edge that we are working on that.

MS.  CHAVEZ- THOVPSON: Ms. Dewey, you
alluded to and I don’t know if the m crophone was on
to what you said at the very beginning. You said that
there was no -- there was no attenpt and no one that
was attending to the needs of the Spanish speaking for
t el ecommuni cati on services. You said sonething about

It started out with five people and it has proved

profitable.

M5. DEVEY: Yes.

M5. CHAVEZ- THOWPSON:  What are you tal ki ng
about there? | nean, how profitable or it's grown

fromfive people to what?

V5. DEVEY: | brought an associate with ne
who is actually one of the people that forned that.
If it’s okay, could | direct that to hin? He's in the
front row there.

M5. CHAVEZ- THOVPSON: If he’s in the
audi ence, perhaps, during the community forumif we
coul d get, perhaps, an explanation of how did this

work. How did the union bring this to the attention
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that there was a need in the Spanish speaking
community, how it was addressed and perhaps during the
community forum if your colleague would cone up to
the mcrophone and tell us a little bit about that,
I"d like to know nore.

M5. DEVEY: | think that woul d be the best
way to address it because he was nore directly
involved with that. He also has a very deep passion
about that fight.

SECRETARY HERVAN: Ms. QOzerhof, speaking
about corporate America, we tal k about diversity being
good business and inpacting the bottomline but from
your perspective and working with a major corporation,
what are sone of the real challenges that you think a
conpany faces in dealing with the real issue of howto
bring about a diverse work force?

STATEMENT OF MS. ANTONI A OZERHOF

M5. (ZERHOF: |1'd like to address that by
first stating what ny background is and that may shed
sone light on how |l come to these issues. | cane to
US Wst with 11 years of experience in |abor and
enpl oynent litigation for |arge corporate enployers.
Since comng to U S. Wst that shifted fromthe | egal
conpliance conponent of diversity to the broader
diversity picture as | think mrrors the way a | ot of
corporations have |ooked at diversity. In other

words, it started out as |egal conpliance, we nust do
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this, plus it nmakes business sense froma litigation
ri sk reduction and that kind of cost, but | think what
I now understand and have cone to really appreciate is
t he broader econom c i npact.

As far as the challenges you refer to, |
think we’ve gotten pretty good at defining diversity,
training internally as far as discrimnation, |ooking
towards certain source pools to bring in diverse
candi dates. | think where our big challenge is nmaking
sure those peopl e are successful, changing our culture
to appreciate that and to make sure those people can
rise up and be at the top.

| think that it was M. Artis who said
peopl e want to | ook up and they want to say, "Vell, ny
career, there’'s sone place to go because there's
people up there that | can identify wth", and that’s
a self-fulfilling prophecy because if you have people
I n higher, you know, places within the corporation you
w || encourage diversity. Beyond that it’s, again,
educati on.

If I could have everyone in ny work force
understand that it’s not a zero sone gane, that it’'s
a win/wn for enployees, for custonmers and for
sharehol ders, that would be nmy -- I will have won.

SECRETARY HERVAN: M. Bl ue, speaking of
education and training, would you speak to us from

your perspective then, a long history wth an
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organi zation that has invested in just that?
STATEMENT OF MR. GENE BLUE

DR. BLUE: Thank you very nuch, Madam
Secretary. Yes, the Opportunities Industrialization
Center has for nore than three decades been in the
forefront of really being a bridge, a conduit in
preparing individuals and working directly with | abor
and corporate entities to provide the necessary
training and preparation so that people can go in and
conpete wi thout a concept or a perception that they
are comng in sonehow with green skins (ph) or with
S ome speci al preference.

W have worked here in this city
particularly and our name in and of itself cane out of
a protest, a protest to exclusion and as well as to
segregation and discrimnation, but noving from
protest into progress, a progressive nove that enabl ed
us, not just here but other places around the country,
to be a bridge.

Specifically in the city of Phoenix we're
very, very proud of the fact that we worked wth the
city and addressed a specific need for diversity in
race as well as in gender in the public safety area,
the area of police and fire fighters. W were able to
put together a project, a programthat the city joined
with us in financing and seeing that it canme to

fruition, of identifying ethnic mnorities and wonen
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to work in the fire departnent and police departnent.

It was not an easy task. It wasn’'t
sonet hing that came about overnight. It took us sone
time to do it. There was a convincing, the first

convincing in education was that individuals given an
opportunity can succeed. That if you are in a house
that’s burning and you are on the ninth, tenth or
what ever floor may be and you can’t get out, are you
Iinterested if soneone cones in and their skin color is
different than yours are you going to refuse to be
rescued or do you want that person to have the skills
to rescue you.

VW were assisted in that endeavor not just
by the city of Phoenix, but by the unions that
represented both the fire and police departnent. They
continue to work with us and have commtted their
menbership to reaching back and bringing in other
individuals to work in that particular area.
Education is key but I think we have to address this
I ssue as sonething that hopefully in our lifetines I
trust we could conme up with a cure. But it is a
di sease that at |east we nust control if we cannot
cure it.

SECRETARY HERMAN:  Thank you very mnuch,
M. Blue. And | want to turn nowto M. Russell to
share with us fromyour perspective in this area.

MR, RUSSELL: Can you hear ne?
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SECRETARY HERNMAN: | can hear you just
fine.

STATEMENT OF MR GEORGE RUSSELL

MR. RUSSELL: | am the President of the
American |Indian Chanber of Commerce and for all
practi cal purposes we're the new kids on the bl ock.
Qur Chanber was forned about two years ago and I'd
like to give you just a little background about the
I ndi an peopl e.

One of the big problens in the comunity
Is that there are so many m sperceptions about Indian
people. People really don’t understand them And I
think that would be one of the steps that corporate
Anerica could nmake would be to educate itself about
I ndi ans and find out what the true facts are.

A couple of things that | throw out at
people when | talk to themis that Indians did not
categorically becone citizens of the United States
until 1924. W were not allowed to vote in the state
of Arizona until 1953. So we’'re a little show com ng
out of the chute but we’'re catching up very rapidly,
playing catch-up. And I think it’'s evidenced by the
formati on of the Chanber. |Indian business is rapidly
becom ng bi g busi ness.

Wth the advent of the casino business,
that seens to be our flagship in the economc world

right now and there are different opinions about that
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but it’s nuch easier to deal with poverty when you
have noney.

(Appl ause)

One of the things 1'd like to say on a
positive note, that’'s happened in our comunity is
that the city of Phoenix prepared a disparity study
about three years ago and | was fortunate enough to be
on the comm ssion that was involved in the preparation
of that disparity study and the nonitoring of that
study. And the city of Phoeni x has done a human’s job
I n conpliance but one of the reasons | think that the
conpliance was kept in line was because we had a
nonitoring systemin place. W kept track.

W neet at |least twice a year to see what
the nunbers are, to see if the nunbers are inproving
and they've inproved dramatically as far as
contracting opportunities with the city of Phoeni x.
Al ong anot her positive note, since | got involved with
t he Chanber, one of the things we're doing is we have
an Ari zona Feder ati on of Mnority Busi ness
Associ ations and what we’'re doing is we're trying to
pul | everyone together into a coalition and that
i ncludes the | adies. And when that happens, we’re not
| onger a mnority. We beconme a mjority at that
poi nt .

And | think it’s in the best interest of

corporate Anerica to stay in tune to that |ine of
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t hi nki ng because | saw an article in Tine nmagazine a
short tine ago and it said by 2040 that the face of
America was going to be different shades of brown.
And along that line I1'd like to say that | |ook at
this panel and | |ook at the audience and | see
di fferent shades of brown, and I wonder how many of us
could go through a DNA analysis and say that we are
all of anything.

| think we're all pretty much m xed now in
one formor another. And those of us that are not
aware of it, it could still be there. | saw a program
on Qorah not too I ong ago where she said there are 28
mllion people in the country that have bl ack bl ood in
t heir background that don’'t even know it and it’s the
same thing with the Indian conmunity.

W' ve been mxing inter-tribally for
t housands of years and we've been mxing inter-
racially for the last 500 years. And | think if the
old folks would |eave the kids alone, | think in a
coupl e of generations it would all be a noot issue
anyway. Thank you.

(Appl ause)

SECRETARY HERMAN:  Thank you very mnuch,
M. Russell. | want to turn nowto M. Lucy. You're
a union | eader. What do you see as the chall enge
really that we face in achieving a nore diverse work

force as we go into the 21st century and what specific
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strategies are you using or do you see others using
that’s nmaking a difference?

STATEMENT OF MR, W LLI AM LUCY

MR, LUCY: Well, Madam Secretary, let ne
first express both ny personal and institutional
appreci ation for us being allowed to be a part of this
forum W are an organization that represents a
mllion 300,000 people across the public and private
sector, so the problens we’'re discussing effects
virtually all of those people.

We have, like a nunber of others here,
have been trying to create the environnent so that we
can address the issues that flow out of these
| ongst andi ng probl ens. W have been attenpting to
convince public sector enployers first of all that
di scrimnation exists both individually and system c
within their systens, aside fromtrying to convince
the work force to be participants in seeking
sol utions.

And one of the first things we had to do
in order to be credible was to accept the fact that
raci smand di scrimnation does exist both personally
and systemcally within the public as well as private
sectors. W then had to accept the notion that even
within the various groups effected as one brother said
to me that it is the inpact is inversionally

proportional to color, neaning the |lighter you are,
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the |l ess the inpact; the darker you are, the greater
and the quicker you notice the problem

So we set out essentially to try and
structure prograns wi thin the public sector that would
address these and what we | earned was in the public as
well as the private sector, the drive for a diverse
work force nust begin first with an institutional
commtment to a diverse work force. Diversity assunes
that the excluded groups are present and you can sort
of work with that, which in many cases is a false
assunpti on.

And in pursuing the mssion there nust be
a strong partnership between the wunion and the
enpl oyer, a partnership which would produce a set of
policies or a set of prograns that all elements of the
institution can buy into. And in our case, we
obvi ously are addressing public sector enpl oyees the
nost, which nakes the problem even nore difficult.
When | say elenents, | nmean the executive level, the
m d- managenent |evel, the |line supervisors’ |evel and
the work force because unless all of these cone
together, no diversity plan is going to be successful
and our ultimate goal is quality of service.

The program as structured, at least it’s
been our experience, has to have the capacity to do a
nunber of things. It has to have the capacity to

educat e those who nake deci si ons about the work force.
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It has to have the capacity to train those decision
makers in the inplications of their decisions, both
real and perceived. It nust be able to investigate
and resol ve problens both real and perceived and in
many cases, the perception for folks becone the
reality.

And | think as a brother here was sayi ng,
we nust be able to address both the reality and the
perception. And the prograns nust be credible in that
they nust denonstrate that they are both fair and they
are effective. We don't have to really to an awful
lot of studying to realize that pronoti ons,
eval uations, and all of those things that deal wth
upper nobility are very subjective judgnents and
unl ess the programdeals with that, it’'s not going to
be effective and won't work.

Diversity nust, in our opinion, address
sone tangible problens rather than the feel good
I ssues and concepts. Sonebody in the audience this
norning mnentioned the sort of Kunbaya, you know,
attitude or feeling. First, it has to make an
argunent on behalf of the excluded if they are not
present in the work force. | nmean, you can’t have
diversity if their groups are excluded from whatever
t he [ ocal denographics may be. It has to be credible
enough to address the resultant inconme and equalities

wi thin the groups who is involved and this has to be
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done by the program

It can’t be done by us as a union absent
the participation of the enployer. And then at the
end of the day, the results nust be conparable. I
don't think it wll be credible if you still have
within the sane categories and classifications of
wor kers disparities in responsibilities, disparities
in wages. So | guess in sum we think the trade union
novenent nust be nade full partners wth the
enpl oyers, whether they be private or public in
pursuit of a fair and equitabl e workpl ace.

W have our contractual relationship that
speaks to grievances and unfair treatnment but if we're
goi ng to have a harnoni ous workpl ace, you can’t get
there by contract. It nust be by partnership.

SECRETARY HERMAN: Thank you. Doct or
Franklin, you wanted to respond.

CHAI RVAN FRANKLI N: Madam Secretary, |
wanted to pursue this with M. Lucy who is really one
of the truly great authorities in this area. It’'s ny
I npression and correct ne if I’mwong, that there's
a natural alnost inevitable tension -- | don't use
that word di sparagi ngly but al nost inevitable tension
bet ween nmanagenent and | abor. They are working in the
sanme enterprise but their objectives are not
necessarily the sane.

The worker is interested in advancing his
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own wel | - bei ng by securing higher wages. The enpl oyer
IS interested in advancing his own well-being by
keeping the cost of his product down, which neans
keepi ng the cost of |abor down. Howis it that you' re
going to work as a tean? Howis it that you' re going
to achieve sone kind of cooperation on a comon
objective like diversity or racial heterogeneity in
the workplace if his argunent is that the nore we get
-- the nore you and he can cooperate in his program
the nore it is for you as a worker, the nore you can
get out of the thing as a worker and don’t rock the
boat, disturb it by bringing all these elenments of
diversity and whatnot. Just keep quiet on that and
let’s just work together and get you a good wage and
get nme a good bottom i ne.

So how do you reconcile these what | call
al rost inevitable, certainly natural tensions between
these two mmjor groups, the enployers and the
enpl oyees?

MR,  LUCY: Vell, first, | think it,
obvi ousl y, depends upon the nature of the product, how
resistant the enployer is to diversity. | nean, if
your market is a diverse market and you want to
respond to it, then you |l respond to a diverse work
force. It depends a | ot upon whether or not you think
good managenent practices really inpacts positively on

the bottomline. And | think study after study after
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study suggests that good nmanagenent practices produces
a strong commtted work force which produces a strong
comm tnent to the conpany.

| think you ve got the issue to deal wth

I's workers only pursue higher wages in reaction to

hi gher prices. | don’t think you ve ever seen a
situation where wages led prices. |It’'s the other way
around. Negotiating a relationship between the

enpl oyer and the work force is about wages and
benefits. The new di scussion is about workers having
a voice in the manner in which production capacity is
arranged. Mbst studies we see argue strongly that our
work is arranged in a way that the system itself
produces cost inefficiencies.

Qur theory is that a few fol ks who are
smarter ought to be telling a |ot of fol ks who are not
so smart how to do it. Most international studies
suggest that’s the wong way around. | forget the
gentl eman’ s nane who did so nmany studi es but suggested
when you bring workers into the discussion about the
production capacity, both interests are net. | think
Saturn (ph) is sort of suggesting that that’s been the
key to -- | guess it was Dem ng.

SECRETARY HERMAN:  Dem ng.

MR LUCY: Dem ng who suggested that |east
at the Japanese nodel produce one of the strongest

economes and all US. corporations bought into
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everything Dem ng said except the question of giving
wor kers job security. | nmean, there is where the
Inevitable tensions lie. A worker wants to know t hat
t hey have a job next week, next nonth, next year. And
they will cooperate with a conpany in any way, shape
or formor fashion

But if they're going to contribute to

their demse, | think there’s a strong reluctance to
do that. I don't know that the tensions are
inevitable. | think our corporate comunity, and this

certainly is not condemming, does not have what |
woul d call a sense of corporate patriotism mneaning a
commtnent to their workers and their markets to the
sanme degree that they’'re conmtted to total profit.

MR ARTIS: | feel conpelled to followif
I may on several points. First, the notion that
managenent and union are inherently adversarial on al
I ssues is anachronistic. | think that there are many
I ssues on which managenent and the union together
cooperate to solve workplace and business problens
together and, frankly, | think that is the future of
managenent/union relations in this country.

At Lucent Technologies there are many
exanpl es of where AT&T and now Lucent and TWA and | BEW
have col |l ectively bargained prograns and initiatives
that are in the best interests of both the conpany and

of the enployees. An exanple, is the enployee
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assi stance program which hel ped enployees who had
probl ems with drugs and al coholismand fam |y probl ens
and ganbling problens, M. Russell. And we cooperated
on that.

We have schol arship prograns. W have
training prograns that we have jointly devel oped and
depl oyed for our enpl oyees that we think are both good
for the enpl oyees and good for the conpany.

On the issue of workplace diversity, |
want to say that |I'm not exactly sure how it’s done
el sewhere but at Lucent Technol ogi es nmanagenent is
extrenely coomtted to diversity and we view that the
| eadership on diversity nust conme fromthe top of the
organi zation. Qur top |leadership teamis one of the
nost diverse in the country. Al you have to do is
pi ck up our annual report and the evidence is there.
You just | ook at the pictures of the top 17 people.

If you look at the officer cadre or the
executive cadre, the top 400 people in the conpany,
there’s diversity there. If you | ook throughout our
busi ness, you see cooperation with groups that we cal
-- that call thenselves rather, enployee business
partners. Sone people refer to them as affinity
groups. There’s HI SPA, the Hispanic enployee
organi zati on, ABLE, the Black enpl oyee organi zati on.
There is an Asian enpl oyee organi zation. There is a

Native American enpl oyee organization. W partner
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with them

We fund devel opnent conferences. Qur
executives go and speak at the conferences. It’s
about professional devel opnment. 1t’s about networking

and we support that. W also support prograns such as
| eadership foruns that insure that the top conm t nent
of the | eadership at Lucent is there. W have adopted
a policy of intolerance of intolerance because we
believe that while denographics are inportant,
denogr aphi cs are not a panacea and that denographics
often hide what we perceive to be pockets of
intolerance in the firm and we have conmmtted
oursel ves as the | eadership of Lucent Technol ogies to
going after and elimnating them

W also believe that if vyou re not
nmeasuring and if you re not keeping score, you re just
practicing. So matrix and neasurenents are depl oyed
so that we're not practicing. W have everything from
360 degree feedback, to report cards, to profile
nonitoring by organization, sonmething we call the
val ue in people index, where we nonitor wth questions
like, "Do you feel that your managenent respects
di fferences anongst people in your organization", as
wel | as a nunber of other questions that tell us what
the baroneter is with respect to not just quantitative
progress in our business but also qualitative, the

quality of the environnent in which our people operate
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I's equally as critical to progress and diversity as
wel | .

V¢ have training and devel opnent prograns,
diversity council networks in all of the business
units and in sonme sub-business units and we have a
very strong MAE program and | est there be pockets of
I ntol erance, we also have a strong nonitoring and
conpl i ance system Wth a single nunber 800 any
enpl oyee can call a single 800 nunber with a conpl ai nt
of discrimnation and we attack those ourselves,
I nvestigate themand elimnate them and redress them

W al so have an environnental scanning
capability at corporate that allows us to go out into
a factory or a center and do a conpl ete environnent al
scan and report to | eaders both at the factory and/or
center and at corporate on our findings and then
devel op specific action plans that are tine bounded to
get at that. Now, we do this because we consider
diversity to be an elenment of our conpetitive
advantage. W're fairly hard-nosed business peopl e,
business nmen and wonen and we think that the
connection to the business results for wus and
diversity is very strong, not only fromthe ability to
be able to attack, retain and devel op the best tal ent
but also in terns of being able to nurture different
I deas and creativity so that we’'re nore than

conpetitive in our industry.
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So | just want to nmake those coments. |
think that conpanies and unions can and nust cone
t oget her and have. | think there’s a significant
anount of evidence that they have cone together to
attack these kinds of workplace problens.

CHAI RVAN FRANKLI N: Madam Secretary, |
deliberately did not use adversarial because | think
adversarial nmeans one thing and tension neans anot her
and | think that tension is not necessarily unhealthy.
It's, as a matter of fact, is healthy as long as we
understand exactly what the nature of it is and both
M. Lucy and M. Artis brought out precisely, if I may
say so, was hoping would be brought out. But it did
not have to do with adversary. It had to do with the
kind of -- the kind of tension that really is self-
constructive if wused properly and if interpreted
properly. And so | very much appreciate the response
fromboth of you

MR, ARTI S: Thank you for asking the
questi on.

MR, LUCY: Just to follow up on even M.
Artis’ comment, we're tal king about one Anerica in the
21st century and the 21st century as far as the
wor kpl ace is going to be radically different than it
Is now and both the interest of the corporate
community and the interest of worker organizations

will be radically different. They are changi ng now.
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We're not dealing with whether or not we’'ll have a
gl obal econony. W have a gl obal econony already and
our nmutual interest is tied up in how effectively we
can conpete in this new environnent.

And as trade unionists we recogni ze that
there’s got to be a newrelationship built and I think
the foundation of that relationship has to be a
di verse and productive work force.

SECRETARY HERVAN: M. Lucy has talked
about not only the need to have nore synergy wth
| abor and nmanagenent but there are cl ear pay-outs and
clear benefits. | want to ask you, Ms. Thomas, com ng
froma corporation that has gone through a nunber of
transformations in its own culture, how have you seen
those benefits pay out practically in your work
envi ronment ?

STATEMENT OF Ms. PAT THOVAS

MS. THOVAS: Vell, | consider nyself a
survivor. So far |’ve survived 17 years as an AT&T
operator and 1’|l tell you the first year | was there,
| didn't think 1'd ever be here this long. And I’'m
al so a Communi cati on Workers of Anmerica Steward, Loca

7019 here, and | think because of the union | have

this job. 1’ve been able to support ny famly because
of it. | can nake a decent |iving.
And one thing | see a lot in operator

services now i s re-engineering, that’s our new term
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for, you know, |ayoffs and relocations and one thing
|’ve seen in ny departnent a lot is Black people
noving -- being forced to nove to Phoenix here and it
has caused a problem You know, like |I said, there's
only three percent of Black people here in Arizona.
|"ma native actually but | can renenber when | |ived
in Virginia, people were saying to ne, you know, "I
didn’t know there were Bl ack people in Arizona", and
| think we still have that perception a |ot.

One problemthat |1’ve seen in the office
with the people noving in, a lot of people, different
peopl e have cone into the office and I don't really
like the term"mnority”. It really seens like you're
different and there’'s sonmething wong with you, so
we' || just say people that are a little different have
cone in. And we had one problemin our office. | put
up a Black history display and there was a note |eft
up on another bulletin board that kind of nentioned
white power and waternelon and fried chicken which I
wasn’t real happy about but luckily in our office
we’'ve got an area vice president with the union.

She’s kind of gone through discrimnation
hersel f. She's white. She’s with an Irish background
but, you know, her attitude is, "l’ve been there, |’'ve
done that", and anything | bring to her, any ideas
that | bring to her, "Let's try to work this out,

let’s see if we can nake this better”, she says, "Yes,
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yes, let's try that". So I'’mreally happy about that.

You know, we don’'t ever get everything
wor ked out but we’'re working towards acconplishing
sonet hi ng.

SECRETARY HERVAN: And do you think your
managenent supports this flexibility and the desire to
achieve sone different outcones? Do you fee
supported in your own environnment that way?

M5. THOVAS: Yes, we’'re working on them
Even they are starting to say, "Yes".

SECRETARY HERVAN:  Ms. (zer hof, you tal ked
about the fact that if you could have nore |eaders,
di verse | eadership in the top echel ons of the conpany
and assumng that we are investing in the education
and training that we need to have in workers that we
can be successful in diversifying our work forces, and
I want to ask you, assumng that we have those
I ngredients and assum ng that as M. Lucy had said
that we recognize that you have to have the
Institutional buy-in, that there has to be the
framework to know that this is sonething we have to do
for the greater good of the business to nove it, then
one would say, "Well, that’s just common sense. Wy
doesn’t everybody do it"? Wy doesn’'t everybody just
do it?

V5. (OZERHOF: That’s a good question.

First, I want to nake clear that sort of follow ng up
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with M. Artis’ comments, we do have, conpared to the
majority of corporate Anerica, a fairly diverse work
force and at the senior |evels of ny corporation. |
just see it needs to increase. And when | say the top
| evel , | nean, the pools that are bel ow that, making
sure that it’s a constant, constant push, because you
can never be satisfied as far as I’mconcerned in this
ar ea.

It is comopn sense. Many things in the

wor kpl ace are common sense but we don't always do

them so | don't know if | can answer that
psychol ogi cal questi on. I think a lot of it is
hi storical . If you look at different parts of the

conpany | think you' Il probably find alittle nore --
you'd probably find a lot nore buy-in at the
| eadership level and maybe not so nuch out in the
trenches. It has to get down to the work force and it
has to be pushed down.

So peopl e understand it, but inplenenting
it is the key and | don't -- | don’t have the absolute
answer to that. Prograns are inportant. The constant
rem nder that you can’t just set up a program but you
have to continue to put the resources into it and
continue to remnd people. You can’t just Dbe
satisfied with the nunbers. You have to keep pushi ng.
But | can’t answer your question.

CHAl RVAN FRANKLI N:  May | ask a question
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SECRETARY HERMAN: Doctor Franklin, yes.

CHAl RVAN FRANKLIN.  -- of Ms. (ezerhof and
anyone else? If this is -- if this cooperation of
| abor and nanagenent is so inportant and is so
obvious, and if the absence of discrimnation is so
heathy, | wonder why is it that sone of the really
maj or conpanies in this country have been caught in
such obvious violations of the nost fundanental hunman
decency.

|"’mnot going to nention them by nanme. |
don't want to get in any trouble but one of the
bi ggest oil conpanies in this country has had a
di sgraceful record. One of the biggest fast food
conpanies in this country has had -- they' ve been
caught, you know, violating human decency. One of the
bi ggest auto rental conpanies in this country has been
found guilty of that and they’'ve had to spend mllions
and mllions of dollars protesting all the tine that
they want to settle but they weren't guilty but they
want to settle just to keep things noved forward as
they say and that sort of thing.

If all this is so good, if the absence of
discrimnation is so obviously good for the -- for
everybody concerned, why do these big conmpanies with
all this talent at their disposal, why do they carry

on like this? | just wonder what the problem is.
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Don’'t they see what you see?

V5. DEVEY: No, they don't, open mke. |
don't feel that they do. | feel that by the tine
peopl e have reached that plateau they' re pretty far
renmoved fromthe common worker and they don’'t see what
happens in the workplace day after day. They don’t
see what the policies are. |"ve heard, you know,
several tinmes, diversity prograns. Well, a program
has a start and an end and when it ends, then what
happens. Then we revert back to the behavi or because
enpl oyees will | ook back and say, "See, | told you, it
was a program and it’s gone now', and so there’'s no
r eper cussi ons.

I think if we're truly going to change our
wor kpl aces it needs to be a process and it needs to be
constant and it needs to be there day after day after

day and people need to know that it’'s not okay to

discrimnate. It is not okay to mark up signs in the
wor kpl ace. 1t’s not okay to do these things. There
has to be -- that has to be in the forefront all the

time and it has to be a way that we conduct our
busi ness.

Qur customers don’t all |ook the sane
either. And when we cone out -- I'ma technician. |
go to people’s houses and to their businesses and they
don’t all look like ne and | don't want themto al

| ook |i ke nme, but they need to know, we need to know
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also that they are diverse. And in order to serve our
custoners, no matter what business we're in, we need
to reflect that | don't want to say tolerance,
acceptance. W need to respect them and treat them
with dignity.

We don’t, you know, often do that to just
our enpl oyees |let alone custonmers. | think that the
probl emis when you get to a certain point you ve | ost
touch of what really happens on a day to day working
basis. How many people that are enpl oyees know what
the vice president of their conpany |ooks |ike? |
know what he | ooks |ike because | nmake it a point to
see his picture but nost of the people I work with
haven’t got a cl ue.

A director that cones into the workpl ace,
which is like three levels up, they ask him "Wo are
you". So they don’'t know what happens day after day
and that’s what needs to happen to nmake these changes.
W have to pay nore attention as to what’s going on
and that diversity needs to be a process rather than
a programso there’s not an endi ng and everybody knows
that it’s not going to stop. It’s going to continue
and these changes have to be nade.

M5. FERNI ZA: Secretary Hernman?

SECRETARY HERMAN:  Yes.

MS. FERN ZA: Il would like to address

Doctor Franklin's comment. Sonetines | think we have
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in the community viewed the types of abuses that he
outlined in those unnamed corporations a schi zophrenia
In corporate Anerica which has to -- as Ms. Dewey j ust
put it, has to go beyond addressing a | egal renedy for
a past probl em

It has to be inculcated in the phil osophy
of the corporation from the highest |eadership and
that’s the board roomand | think that if you | ook at
those nunbers that we tal ked about that report card
that we can neasure, that our board roons in corporate
Anerica are sonetines absent the diversity that we're
| ooking for. That while we are beginning to see sone
I ncreases in sone of that, the nunbers don’'t speak to
that. And that’'s a board roomthat is responsive not
only to the law but to a shareholder and | think
soneone spoke earlier of the trade-offs over the
profitability and the patriotism that a corporation
must engage in with its enployees to help contribute
to that profitability.

So it'’s interesting to ne that for
I nstance chanbers such as ours who receive strong
corporate support and we have sonme excellent role
nodel s here in our conmunity who participate with us
on mnority vendor prograns and job opportunities for
mnorities and |l ook to us for counsel in that area, at
the same time | find | encounter their |obbyists in

the halls of the legislature and in city halls
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canpai gni ng against prograns that have provided
renmedies, et cetera. And that's what | refer to as
t he corporate schi zophreni a about how to deal with the
I ssue of diversity in the workpl ace.

At the sane tine you have a third armwi th
that corporate schizophrenia. You have the marketing
department who has now recogni zed that the consuner is
black, it's brown, it’s yellow, it’'s red and you hear
and see advertising that’s beginning to reflect what
we |ook like, but that’'s just beginning. You have
things like EIl Centro and U. S. West Comuni cati ons.
You have things |like Quenta Tel (ph) at Bank of
Anmer i ca. You have things like the vendor minority
programat Arizona Public Service, all of which we're
very proud of but that has to be coupled wth
participation in the board room because | guarantee
you that the | owest |evel of enployee is |ooking to
| eader shi p from above.

So it’s a two-way street.

CHAI RVAN FRANKLIN:  Who is | obbying the
| egi sl ature? Who engages that | obbyist?

V5. FERNI ZA: | think corporate America
has sufficient representatives in the halls of public
gover nment .

CHAl RVAN FRANKLIN:  Well, to be specific
though, if a particular corporate executive or a

particul ar corporation is engaging a | obbyist to fight
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| egislation that would be what they would cal
unfavorable to themin the area say of enploynent or
equity and whatnot, I don't see how that’'s
schi zophrenia if the same people in the board roomare
enpl oyi ng the | obbyists to | obby against a | egislation
that they would regard as enphathetical to the
I nt erest.

M5. FERNI ZA:  Well, | think that I would
not want to characterize ny statenment as we have
corporate America | obbying against affirmative action
prograns if you would. But | think what we have is a
corporate Anmerica who sonetinmes in their effort to
preserve a | egi sl ation t hat enhances their
profitability often | ook to prograns as soneone said,
as sonething that is a cost center versus a profit
center and therefore, do | need to inplenent this.

Can | do this on a marginal basis? And
It’s interesting because | think we' re seei ng changes
I n corporate Anerica on that who i s now pl aci ng val ue
on a diverse work force, but we often tines in
mnority comunities see corporate Anerica as
supporting groups or not necessarily |egislation but
groups who are opposed to the types of things that
have made advances in our comunity and | think we
have to be -- at |east acknow edge that that exists.

You have to be able to sit down wth

menbers of that corporation and tal k about, you know,
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what this practice does and its inpact on sone of the
prograns they ve adopted. As | said, | think the key
I's not necessarily that they’ ve adopted a program but
that they have incul cated as part of their corporate
phi |l osophy a conmmtnent to diversity because it’'s
good, as soneone said earlier, a denographic notivator
for their consuners and because it is the right thing
to do, because in the future it is the mnority
comunity who will pay for the retirenent of others.

It is a community who is under-educated
right now, who will be tonorrow s work force and we
have to be conscious of that.

SECRETARY HERVAN: M. Thomas, do you want
to get in on this discussion?

MR THOVAS. Well, | just, fromthe inside
of being sonebody in the corporate board roons, |
really recognize a |lot of what | hear here and | woul d
just say that’s probably one of the reasons that we
have the Dilbert cartoon is very depictive of real
life situations. But from sonmebody who's been on both
sides of this and | ooked at it fromthe uninforned to
maybe nore informed on it, one of the things that you
find is that there is sort of an overriding i ssue here
and there’s a |lot of resistance to change.

And the status quo is very, very powerful
and that can conme true on any -- we happen to be

tal ki ng about racial issues and sensitivity and that
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type of thing, but it can also be sexual harassnent.
And | thought Ms. Ozerhof caught the flavor of what
happens in corporations a lot in that you get to where
you are insensitive to it and it’'s the good old boys
and it’'s the |ocker roomnmentality and it’'s anything
goes because we’'re just having fun and we’'re all alike
here and it doesn’t hurt anybody to well, we' d better
watch it because sonebody’'s going to sue us if we
don’'t.

And when you get to that stage, yes, you
can get sonme training involved but you re way, way far
short of getting anywhere. And you have to eventually
get to where you have to have a renaissance of
t hought, epi phany or sonething, that changes the whol e
mentality of all the people involved so that those
t houghts don’t occur, not in private, not in public,
that they don’'t occur. And until you get to that
point, you' re going to have these instances of abuse
or conmuni cati on abuse or lack of sensitivities and
that’s -- I'’mstruck by the polarities here.

You need the people at the top to do that
but just as M. Thomas said, you also need the
supervi sor. Her view of her conpany’s views on
racial issues is how her supervisor responds to that
and there could be five | evels above that said, "Hey,
that’'s -- we believe in it", but if her supervisor

doesn’'t believe in it, sonebody can interrupt that
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chain. And there’'s -- it's a tough issue for all of
corporate Anerica to get involved in and they shoul d
vi ew what’s happening here in the discussion very,
very harshly.

SECRETARY HERVAN: Let ne go to M. Blue
and cone back to M. Lucy.

DR. BLUE: Madam Secretary, | wanted to
comment as well regarding this discussion. | think
the -- within the corporate board roons, as Ms.
Thomas had nentioned, and wthin the corporate
comuni ty. One of the things, Doctor Franklin, |
don’t think that we’ ve had change in the corporations
because there haven't been penalties. Certainly there
haven't been the kind of penalties that have been
assessed recently regarding conduct or remarks or
treatnment of individuals and that is where the |law, |
think, conmes into place and nust not just be
mai nt ai ned but be strengthened.

| think that one of the things that is
very evident is that a sense of a loss of control or
| oss of power if there is shared in that board room as
well as in managenent a different type of persons.
Fol ks i ke what M. Thomas said, "Wll, yes, sonebody
cones in that doesn't look like ne". It’'s a different
type of person, but | think that it has to be
recogni zed, has to be put on the table that the

difference is there and that rather than | ooking at a
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difference of ethnicity, a difference of gender or a
difference in ternms of |anguage, if it really cones
down to the corporate bottomline, it all contributes
to the green.

And | think maybe if, in fact, the fol ks
who | ook at -- marketplaces are |ooked at not at a
mnority community, not at, you know, this particular
area but that is truly one of the things that
contributes to our bottomline. They process green
just |ike everyone el se does and we need that process
in the highest levels, in the board roons, naking
decisions so that the corporate entities can certainly
obtain their share of that wealth, then we wll| see
sonme change.

| agree with you, it has to be a change.
Change is sonething that is resisted, not just in this
I nstance but | think, you know, |ike folks get
confortable. They are confortable, they are not going
to challenge. There has not been an outcry saying
that we need to be in the policy naking area. That is
what is starting to take place now and | trust there’'s
going to not just be a report but it wll gain
nmomentum and that we can really have sone absolute
changes, because there will not be a | oss of power, it
really wll be a win/win situation if everyone is
represented at the board table.

REV. JOHNSON COCOK: Coul d you speak a
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little nore? | think you're right on, M. Blue, in
ternms of power issue, in terns of how it will be a
wi n/win, because | think the real issue is the power
|l oss and to answer your question, M. Franklin, |
think that a ot of people are confortable where they
are and so the assunption is that everybody wants to
end discrimnation and there are a whole | ot of people
| can guarantee while we’'re neeting here who are on
the golf course and other places saying, "How do we
hol d onto what we’ ve got"?

So | think that that’'s part of the
problem that not everybody wants to change and a | ot
of people are afraid of losing their power. | entered
the mnistry 17 years ago as the first African
American wonman of ny denom nation and nen from al
over the world canme together because they were saying,
you know, "Woman cannot enter the ranks of the
mnistry. W cannot share this power with thent.

Seventeen years later, however, the
di scussi ons of change because there have been so many
of us who have entered the rank, that there' s been a
certain new | evel of confort saying, "Hey, we can do
this thing together and perhaps, there' s sone other
gifts that wonen bring that we didn’t have", but it
took 17 years of really kind of penetrating the
consci ence and kind of for wonmen staying persistent

and on course for the change and to keep raising our
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voices as there were nen then also who becane our
counterparts and raised their voices with us.

But it took a long time but the real issue
I's power. Although it was disguised as being a gender
Issue, it was really a power issue, "W do not want to
share this with you". And | think that’s the sane
thing that we’'re seeing in corporate Anerica. So |
wanted to just push a little nore, M. Blue, on how it
woul d be hel pful to those who do not do it at this
point to see that it would be a win/win situation

DR.  BLUE: The exanples in corporate
Anerica, | think, their bottomline is perhaps one of
the greatest influences toward those individuals who
are resisting change and who are -- and it’'s fear
It’s a fear of loss of a controlled environnment that
has been the purview of the few for so long. | think
that certainly the entities that exercise diversities
M. Artis was tal king about, if we | ook at we’ ve had
a diversification, we’ ve gone through diversity, we' ve
been inclusive and it has not caused any |oss of
busi ness, as a matter of fact, it has caused us to
expand our business and to expand our particul ar areas
that we’'re working in, | think those kinds of exanples
need to be | ooked at and anal yzed and tal ked about on
the golf course as well, as well as in sessions |ike
this.

That if individuals who are in the
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posi tions now and who fear that by having other folks
come in, having the ethnic diversity, having the
gender diversity, by | ooking at what is happening to
t hose conpani es that recognize it as an asset but not
as a liability, then | think we can see sonme changes
and they shoul d be | auded and pronoted wi th conpanies
that resist that kind of change.

MR. ARTIS: If | could add onto that, |
think it also takes a neasure of courage and
conm t nent . Qur chairman, Henry Shot (ph) tells a
story about when he was wi th Cumm ns Engi ne and he was
promul gating the notion that differences are good for
t he busi ness not bad for the business and, therefore,
we needed to be nore inclusive at all |evels, one of
hi s executive vice presidents, because Henry was so
rel entl ess, approached him one day in private and
said, "Henry, you know, | think you re taking this
diversity thing too far. 1’ve thought about it a | ot
and I’mnot sure | can commt to this. | think you re
just going too far with this".

And Henry said, "Are you sure". The guy

said, "wWell, 1’ve thought about it and I just -- |
can't buy into it". And what he said to him was
"Then we’ll help you find enpl oynent sone pl ace el se

because that’'s what we're about, that’'s what we
believe in", and in fact, they did that. They hel ped

him find a job sonme place else where he could be
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happier. But | think it takes courage for |eaders to
step up to the accountability dinension particularly
where you have other |eaders whose behavior is
I nconsi stent wth what you desire but whose results
are very good, whose bottom line results are very
good.

You’ ve got to step up to the plate and
say, "You re a great producer, you re making a |ot of
noney for us but your beliefs and your behavior are
I nconsi st ent with what we're trying to do,
I nconsistent wwth the future we’'re trying to achieve
and therefore, you have to |eave". That requires
courage and |l eaders, | think, have to step up to the
pl ate and be held accountable for denonstrating that
ki nd of courage.

The other point | wanted to nmake is that
often as Ms. Dewey said, we |ose connection wth
what’s really happening in the workplace. Leaders get
reports, they get whatever people give themand often
they’re sort of floating around frankly thinking
things are fine when they're falling apart because of
the filtered information that they get.

And so what we found we have to do in
Lucent is we have to go after the informati on we need
rather than accepting the information that people
choose to give us. And sone of the information is

filtered precisely because of the reasons that others
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have proffered here and that is because it’'s a threat
particularly to people in the mddle of the
or gani zat i on. And they, therefore, are trying to
survive thenselves and wll not provide to you
information that frankly makes them | ook cul pabl e.

And so | think that al so is sonething that
we, as |eaders, have to care for if we're going to
avoid the trap that the conpanies that Doctor Franklin
referred to and fall into it ourselves.

SECRETARY HERVAN: M. Lucy?

VR. LUCY: Going back to Doctor
Franklin's, | don’t want to call it a hypothesis, but
that kind of behavior ought to be interpreted as
corporate governance and as such, it effects the val ue
of the corporation. This unknown corporation didn't
change their attitude, they changed their behavior and
they changed their behavior not because they were
penal i zed but because they |ost sharehol der val ue.

They lost $2 billion in 48 hours. That
gets your attention. What we have cone to | earn and
begi nning to anal yze, who are the corporate owners.
That wi nds up being a whol e host of people who never
know where the annual neeting is going to take place
but if they begin to understand that corporate
behavi or effects their value, then they wll demand
nore of their managenent.

What is also happening is as this
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gl obal i zati on and novenent of productive capacity goes
into national, | would find it hard to believe that
soneone who manufactured chop sticks would be anti -
Chinese. | nean, the logic is that you wll respond
to your product market. If that’'s true then when we
|l ook internationally we can see sone relief in
behavi or here because the markets are going to be in
Asia, the markets will be in Africa, the markets wi |
be in devel opi ng countries.

As we | ook towards the extension of let’s
say the North Anerican Free Trade Agreenent and the
markets in this hem sphere, whether it’s Guatemal a,
whether it’s Argentina, whether it’s Brazil, we ought
to get a different corporate behavior based upon where
our partners and our markets are.

| nean, it follows logically. The issue
I's power. Folks are nmuch nore confortable the way it
was and the way it is than the way we’'re not sure it’s
going to be and | think the issue is green. And it
may well be that froma policy point of view we want
to figure out how to equate corporate or nmanagenent
behavi or with corporate val ue and then everybody’ s got
sonet hing at stake in the process.

SECRETARY HERVAN: Ms. Thonpson?

M5. CHAVEZ- THOMPSON: I just had a
question for M. Sena and it was based a little bit

upon what M. Artis had to say about how they dealt
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with sonmeone who was not happy with the diversity
gquestion or the program Wien you deal wth
managenent, your union commttee finds against a
managenent person, do you find the cooperation and the
commtnment from your nmanagenent to enforce the
admnistration of the rules of anti-discrimnation or
the harassnment or anything |ike that? I's that
comm tnment there fromyour managenent?

MR SENA: It is now.

M5. CHAVEZ- THOWPSON: And that’'s --

MR SENA: And the only reason for that is
because of the almghty dollar. What we did before
1995 is assist our nenbers in suing their enployer and
through litigation all of a sudden it got clear to the
corporate room saying, "Look, we don’'t want to be
anot her oil conpany, we’'ve got to do sonething”. So
from that point in tinme, they cone out with zero
tol erance and that canme from the board and it’s
supposed to be confidential but since we work
toget her, yes, they do enforce.

Wen we find in an investigation, joint
I nvestigation, that managenent is the perpetrator, we
will wite a letter to managenent officials, it’'s
usual | y the senior vice president of Human Resources,
and at that point intinme w tell themwhat is taking
pl ace. W don’t give a reconmendation that, you know,

what to do with this individual or what have you |ike
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that; just tell them "This is taking place. If it is
not corrected, then we wll take action through
litigation". It comes out that nine tinmes out of 10
that that nmanager, supervisor, whoever, has been
either disciplined in the formof a suspension, noved
to a different location or up to term nated.

SECRETARY HERMAN. | want to go back to
this question of courage and how one gets courage to
do the right thing. 1’ve heard three things as we’ve
tal ked; the deterrent that obviously the law itself
can be in terns of enforcing the |aw and the penalties
that are associated for discrimnating in the
wor kpl ace. |1’ve heard the theme of the bottomli ne,
it’s in the enlightened self-interest or it’s just in
t he basic business interest of the corporation.

And | heard a little bit of us talking
about, and sonme from you Bob particularly in this
area, even peer pressure, peer influence or what
everybody else is doing. | was struck recently being
in New York City about two nonths ago at the awards

banquet for Wrking Mthers nmagazi ne and t he awardi ng

of the top 100 corporations that are fostering
bal ancing work and famly practices today in the
wor kpl ace. And | was struck by the fact that a
| eading CEOQ, one of the top 20 corporations in this
country was seated next to ne and said that CEO s

today want to be as nuch a part of that roster as they
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do to be listed on the roster of the Fortune 500.

So as you think about these three areas,
iIs the law a deterrent, how inportant is peer
pressure, you know, the bottom |line. \Were is the
real notivator? How does one, quote, "get the
courage" to act and | ead froma | eadershi p perspective
and that’s an open question but |I'’m going to start
wi th you, Bob, since --

MR THOVAS: Well, 1'Il just give you one
perspecti ve because | think everybody will have a | ot
of different perspectives, but | think of the scenario
you presented. | think the psychic incone reward is
or penalty is the strongest one. |If there was a |ist
of conpanies of which you aspired to be on or
definitely not to be on, and that could be national,
| ocal, whatever, | think that would be the nost
powerful activity because you are absolutely right,
that courage is everything because one of the things
t hat happens and | characterize it as resistance to
change, one of the things that happens to anybody and
It can be the top person in the conpany, it can be the
sem-top, mddle, whoever tries to initiate that
change, if anybody resists that they have a very
articulate way of sabotaging it and that is that you
are diverting us fromthe real activities, the real
pur poses of this conpany which are to produce w dgets,

sell w dgets, whatever
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And it is a great rallying cry of those
who want to sabotage whatever initiative it is. And
so whonever is going to lead that initiative, if they
don’t have an outside reward, stinulus, penalty by
which to reference to, the courage may not | ast |ong.

SECRETARY HERNMAN: O her coments? M.
Russel | ?

MR. RUSSELL: You know, in listening to
this, it sounds |like an awful lot of -- there needs to
be an awful |ot of education on the board |evel and
I’ mwondering if there could be sonme type of program
initiated either by the stockhol ders or sonme other
type of agency that the big boys go to school, that
t hey devel op sone type of cultural sensitivity as part
of their job.

That they have to take a course or sone
proof that they have given attention to this issue
because that’s what | keep hearing fromthe different
people is that if we had this cultural sensitivity on
the board level, that it's lacking there nost of all.
So | wonder if that would be possible to inplenent
sone type of programto send the big boys to school.

SECRETARY HERVAN. |I'm going to call on
Ms. Thomas because her hand has been up and after that
| want to invite the audience as well to join in this
di scussi on. W have staff that wll have mkes

available, if you can sinply go to where those m kes
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will be in the aisles. And I would ask that you keep
your comrents brief and concise and if you have a
guestion to the panelists or to the board nenbers,
that you be clear and direct in your question to a
particul ar individual .

Ms. Thomas?

M5. THOVAS: Just briefly, I think what we
really need to have is affirmative action in the board
room You know, if you look |ike nme, you know, and
you're not likely to allow that type of thing to go
on. So, let’s nove the people that are not up in that
position up to that position.

SECRETARY HERVAN. Leadership at the top.
Ms. Dewey?

MS. DEWEY: | think we’ve done a |ot of
tal ki ng about corporate Anerica and howit’s going to
effect -- how they need to change. | would be remss
iIf I didn’t tal k about organized |abor and the fact
that we al so need to change. W need to inplenent the
sane types of changes. W need to value the diversity
that we have within our ranks and we need to nake sure
that we nentor themto nove up within the | eadership
of our unions.

So | just didn’t want it to look Iike we
wer e dunpi ng on corporate Anerica.

M5. CHAVEZ- THOWPSON: And | want to say as

wel | that the Anmerican |abor novenent has begun to
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make sone of those changes since the new | eadership
took over two years ago. Bill Lucy serves as a vice
presi dent of the national AFL-CIO and in nmy capacity
one of ny responsibilities is to nmake sure that we
build the coalitions and the partnerships to nmake sure
that the inclusion and the diversity of organized
| abor reflects what’'s happening in Anerica today.

SECRETARY HERMAN: W'l start on this
side of the aisle.

AUDI ENCE PARTI Cl PATI ON

MR. VISIE: (ph) Thank you very nuch for
hearing me. My name is Avar Visie, Junior.

SECRETARY HERVAN: Can you conme down
cl oser so we can see you? Thank you.

MR VISIE: |'’ma dues paying nenber with
AFSCMVE 2384 city of Phoeni x, also a dues payi ng nenber
for I BEW 640. And what a coincidence, | |ooked at
this panel and | was here earlier and | was cut short,
not given a chance to speak, so | hope you give ne
just a few mnutes |longer, but to see that M. Blue is
sitting there. And | thought |I started out right back
in the "70's when | took his class at O C because he
was the director of training.

| graduated fromhigh school. Then I took
his course. | got accepted into the apprenticeship
program | did what | thought was right. | went on

forward to work in the | abor novenent until work was
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not good here. One thing that we forgot to nention
here today, we're taking the issues here in Arizona.
This is a right to work state. So not only because
" m H spani c but al so because I’ ma uni on nenber, |’'ve
got a doubl e whammy agai nst ne.

And that is very clear on what goes on at
work. W are dealt with inproperly, unfairly because
of the disciplinary actions taken against us. Wen we
do sonmething wong, we get the nmaxi num anmount of
di sciplinary action. Wen managenent does sonet hi ng
wrong, they get the m ni num

And | think you said from the very
beginning it has to start at the top. So where do you
go with this thing. Wen you do everything right that
you shoul d do, I'man Eagle scout, 30 years in the Boy
Scouts of Anerica. | sit on the [argest non-profit
board in the Southwest of Arizona, here at Chicanos
Por La Casa, been on there going on 15 years. |1’ve
done | think everything right.

|’ve got a clean record. | didn't throw
nmyself out of the loop going to prison, doing jail
tinme. |’ ve done what | thought was right and as a
shop steward, | push for fairness for anongst all of
us, whether you' re non-union or union and you get
| abel ed. You becone the person they don’t want and
that’'s why we never advance because one thing that

everybody forgets is once you get to the top, you have
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to help your brother behind you. You have to bring
them up through the ranks. You have to help them
along, but that’s why they don’t bring us up, because
they know you're a fair person and they know you're
going to do that and they don't want to |ose that
power structure that that young | ady was tal king about
over there.

So what do you do? |[|f anything you take
back to President Cinton, you tell himthat what do
you do for us that are m streated and not -- and the
thing is, I'’ma governnment enployee. How about the
other brothers and sisters out here that have no
backi ng, that work for those corporations you tal ked
about? How about then? They' re getting 10-fold the
anount of discrimnation that |'m getting, but |I'm
trying to do better for ny famly and nove up the
| adder to help to bring these other brothers and
sisters up.

SECRETARY HERVAN: | don’t want to cut you
of f but 1’ve just counted 30 people in the line and |
think with respect to the others, maybe we could
respond to what you said and hopefully give the others
an opportunity.

M5. VISIE: Can | just finish very, very
briefly? This thing of EEOCC, you can forget it,
because you give that right to sue letter, | don't

have the noney. | have a famly just |ike everybody
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el se out here that has a famly. W can't afford that
attorney. That’'s how the EEOCC gets away with that.
They give you that right to sue letter to get you out
the door. So it’'s failing. It’s failing and it’s
getting worse.

SECRETARY HERMAN: I think we would all
agree that the EECC in particular --

(Appl ause)

SECRETARY HERMAN: Thank you for your
coments, has been without the resources to do nuch of
its work in recent years and that’s one of the reasons
that 1’ mhopeful that the recent increases at |east in
just dealing with much of the backlog of the EEOC can
be dealt with, but you' re absolutely right. There’'s
nore that we have to do to enforce the laws, quite
frankly, and to nmake sure that we are protecting the
rights of all workers.

And | would just say to you, | hear your
frustration but you too have to hang in there and keep
fighting, because it takes everybody really at
what ever level you're in today in our society if we
want to make a difference for the better.

Now, | want to ask each of the individuals
who are standing in line if we could really try to
keep this tight to a mnute, because there really are
30 people standing and in order to be able to nove to

the next session on tine and give you the tinme, we
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want to make sure that we can nove quickly to he
I ndividuals that are now on the floor. W'IlIl go to
this side of the aisle.

MR ARNOLD: Secretary Herman, ny nane is
John Arnold. | work with the Mgrant Seasonal Farm
Wor ker Program | would not have been here today
except Congressnman Pastor’s (ph) office said -- called
me at 7:30 and told ne, "You should cone and tell what
the mgrant seasonal farm workers are doing in
Arizona".

W' re the fifth largest state wth over
100, 000 farm workers. W' ve conme up with a nodel
called Mcro Business Enterprise and it’s one of the
few nodel s in business that conprom ses racism And
| conplinment the US. Departnment of Labor for
instituting recently a mcro enterprise denonstration
program Forty-eight percent of the famlies of
househol ds in America are hone based busi nesses and we
need to enphasi ze mcro business as an opportunity.

Far mwor kers have found that that has been
a way to conpromse racism so thank you and we
conplinment your efforts.

SECRETARY HERMAN: Thank you.

MR ARNOLD: |'ve left you a green folder
with alittle information on it.

SECRETARY HERMAN:  Thank you very mnuch.

Her e.
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REV. SM TH: Yes, ny nane is Reverend
Thomas Smth. I'mwth A Philip Randol ph Institute in
Tucson, Arizona. |I’'Ill just nmake this short and brief.
The thing that bothers ne the nost is that in Amrerica
we do one thing the nost is talk all the tine. \Were
| think it begins, it begins at hone, at home and, you
know, | don't understand really what President dinton
Is trying reach because, nunber one, with |abor in
this country, we talked about the corporations in
Anerica, they do what they want to until you I|evy
agai nst their noney. Then they get rid of those
peopl e that the charges are brought up to.

But Secretary, ny thing is that 1'm
| ooking at where federal nonies are going into our
universities and colleges and they are outright
di scrimnating agai nst workers on the job and not hing
Is done. And when you go to the affirmative action
officers, nothing is done. How are you going to
pol i ce yourself when you' re being paid by the school.

And then we have to understand al so that
charges can be brought up against everybody.
Managenent, |ike the young man said, they have their
own rules and then as a | aborer, you ve got to go from
Ato Zto justify yourself, whereas, nmanagenent won’t
doit. So basically what | want to say is | think in
America to becone one, we’'ve got to be real with one

another. W nust be real.
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Nunber one, we’ ve got to go back to God.
| really believe. W really have to go back to God
and |l earn how to be conpassionate to one anot her and
stop bei ng greedy.

SECRETARY HERMAN:  Thank you very mnuch.
V¢ have soneone, | believe in the back. Were are we?
Over here, okay.

MS. MEYER H, ny nane is Mary Meyer.
I"m an enployee of the United States Departnent of
Agriculture. | and ny colleagues and | know a nunber
of people in this organi zati on who have unsettl ed EEO
conplaints that are four and five years old and
anot her col | eague who can’t even get a federal judge
to make a decision on his, you know, discrimnation
case.

And I'd like this Advisory Conmttee to
relay to President Clinton that he needs to start at
the top and get the federal agencies cleaned up before
he can expect corporate Anerica to, you know, to do
that things he wants themto do.

(Appl ause)

SECRETARY HERMAN:  Thank you very mnuch.
Doct or Franklin?

CHAI RVAN  FRANKLI N: I was wth the
Presi dent on Mnday and he was responding to the
request that the Advisory Board made to him wth

respect to EECC funds. The problemis that the -- a
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very considerable addition in the next budget is for
t he purpose of strengthening EECC. The President is
quite aware of it. This Board is not only aware of it
but recommended it.

The President is nowrecommending it. The
EEOC has backl ogs and cannot provide answers to your
questions and answers to the thousands of other
gquestions because they don’t have the funds to staff
people, to respond to the conplaints. You' ve got
stacks upon stacks of conplaints. Wat you need to do
Is wite your Congress and tell themto support the
I ncrease in the appropriations, the line item budgets
and so forth, line itemitens in the budget that wl|
make it possible for EECC to function effectively.

SECRETARY HERMAN: Thank you, Doctor

Frankl i n.

M5. LOARY: Hello, hello, hello, welcone
to our great city. M nane is Carolyn P. Lowy. |'m
an activist on the grassroots level. | represent the
black, I'"'mfemale, 1’mpoor and I’ mkind of a conmobn

type of lady, do you know what |’ m sayi ng? But | was
listening to the panel up here and you guys were a bit
boring to me because when I'mlistening at all this
tal k about what we want to do but why aren’t we doing
it?

And | want to tell you the reason why we

don’t do a lot right here in Phoenix, so you can go
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back, Doctor Franklin, and you won't have to scratch
your head and have no nore gray hair wondering what’'s
up. Nunber one, we don’t support one another, okay.
We are a three percent black population that's very
divided here. |I’mnot here to bl ane anyone el se but
us for that.

| ve been working for twenty sone years on
the grassroots level wth the black community and I’ ve
yet to be able to get these Uncle Tons to cone over
here and help nme. So what they do, those up at the
top, just forget about those of us at the bottom and
we never conme up. So I'mnot here to blanme any other
culture today but | am here to say to ny own bl ack
brothers and sisters, it's tinme that you cone back and
be who you are and help us in the community because,
guess what, | want to drive, too, and get off the bus.

(Appl ause)

SECRETARY HERMAN:  Thank you very mnuch.
Her e.

VMR, HEWETT: M nane is Cerald Hew ett,
Juni or. I"m the rural tribal technical assistance
coordinator for the Arizona Regional Conmunity
Policing Institute, however, |I'm here to speak as a
national training in cultural diversity issues, to
address what Doctor Franklin had brought up and what
M. Lucy had articulated so well and to piggyback on

what M. Russell said.
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| worked with over 400 agencies and 4, 000
people in the last two years alone and until | see in
these classroons the corporate directors and the
deci sion nmakers, things will not change. Wen | work
wi th educational systens and | see the teachers but
not the principals, things will not change. Wen I
wor k wi th governnmental agencies, when | see the |line
staff but I do not see the managers and the deci sion
makers, things wll not change.

That’s what's sorely lacking in these
educational progranms is not only their practicality
and conpetence | evels but also the people that need to
be in the classroom they ' re doing a |ot of talking
but they' re not doing a | ot of walking especially to
t he cl assroom

SECRETARY HERVAN: Thank you.

(Appl ause)
MR. MEYERS: Good afternoon. ' m Jesse
Meyers. | used to be an enpl oyee of USDA and | woul d

like to get on record and hopefully soneone wll
listen to ne. | amthe person that was referred to by
Mary Meyer who spoke out of the wheelchair. The
federal system does not work. They continually
di scri m nat e agai nst peopl e because they keep getting
away with it.

In ny case, in 1993 the USDA says in non-

| egal terns, "Yes, we admt liability as
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di scri mnation agai nst Jesse Van Meyers. However, we
have no intentions of doing anything about it". And
they got this before a federal judge and this was
their statenent where they admtted to a federal
Judge, Earl Carroll and he has sat on that for nore
than five years. The letter cane from Washi ngton
dated the 31st of Decenber 1992.

There has been no action taken. | wll
not go into the farce that EECC is. EEOC did give ne
aright to sue and | did sue and ny case nunber is 90-
1310PHX-EHC. The 90 neans that | filed ny federa
suit in 1990. It took two and a half years before the
governnment admitted to a liability of discrimnation
and the federal judge would not take any action on it.

Wiy have these | aws, these | abor | aws, the
civil rights laws if the perpetrators are not going to
be puni shed? And things that --

SECRETARY HERNMAN: Could I ask you to
pl ease bring it to a conclusion?

MR,  MEYERS: Ckay, and bring it to a
cl ose, because of inaction by the President and his
political appointees and so forth and all of the do
not hi ng people, | have been fired again. This tine |
was fired for making loans to Indians and | eaving sone
of the paperwork out and I was fired for -- and the
other reason for nme being fired was | was on vacati on

and | mssed paying a traffic ticket in the state of
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Texas and | have not made up anyt hi ng.

And | had a hearing on this matter and --

SECRETARY HERMAN:. Could | ask you to do
one thing?

MR. MEYERS: Yes.

SECRETARY HERNMAN: Since you obviously
woul d i ke to share nore of your personal situation,
per haps, we can even look into it, I’"mgoing to ask a
staff person, who is with the Board if they could get
nore of the details so that we can hear sone of the
ot her individuals who are standi ng behi nd you.

MR. MEYERS: Okay. | would |like to say,
| haven’t made up anything and nmy briefcase is out in
the car where | brought all this information.

SECRETARY HERVAN:  All right, we'll get
sonmebody to talk with you and I want to ask if we can
limt the individuals who are standi ng now because we
really will not have any additional tine to hear from
ot hers, but | have been inforned, given the nunbers of
I ndi vi dual s who want to speak that we will nmake sone
tinme in the carry-over session that will begin at 4:00
o'clock. That is also a part of the public town hall
nmeeting, so you will all get to speak. W just may
have to take a break and nake the transition in order
to prepare for the next session.

So we will continue to nove up until that

time. We'll take the break and then we’'ll give you
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first up at the mke for continuing conment. But |'d
ask the staff to nake sure that we cut it off for
I ndi vidual s that were actually standi ng when we nade
t hat announcenent. W' Il go here.

M5. SHEPPARD. Good afternoon. M nane is
Karen Sheppard and |1'’m the gl obal diversity manager
for the Dow Chem cal Company. It’'s been ny experience
that even wth affirmative action prograns and
diversity prograns that real change hasn’t cone about
until the senior managenent of conpanies have
daughters, for instance, that reach working stage in
their lives and they have been discrim nated agai nst.
And | think that that has been a direct result of
white wonmen in corporations really advanci ng.

So | guess ny question to you is nore from
a personal standpoint and not a corporate standpoint
because | amonly 27 years old. | don't foresee any
of the corporation’s presidents having a daughter of
ny color or anyone who | ooks like ne. So how do you
get themto experience sonething like that so that the
real commtnent is there? Thank you.

SECRETARY HERMAN:. Wbul d anyone care to
respond? M. Artis?

MR, THOVAS: Well, you can begin to, |
won’t say that you can absolutely but you can begin to
understand ot her people’ s points of viewif you |learn

how to |l ook at situations through their eyes. And




10

11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

26

27

69

that’s what -- that’'s what conpani es have to do, plus
the other side of what you said as M. Thomas said,
affirmati ve action at the top.

SECRETARY HERVAN:  Thank you. We'll go

her e.

M5. PH LLIPS: Thank you, Madam Secretary.
My name is Vivian Phillips. |"m the President of
People In Mtion and | will be short but | have a

comment, a question and a request. M comment is, |
want to acknow edge Doctor Gene Blue, who's a very
strong activist in our comunity for penetrating
corporate Anmerica from a non-profit standpoint in
terms of bringing in people of color, mnorities,
under privil eged, disadvantaged. He has done an
absol utel y commendabl e j ob.

M/ question, and |’ mdirecting ny question
to M. Artis because | was totally inpressed with what
your conpany is doing, and first 1'd like to say that
this audience, the people that are here today is a
reflection of why |I’m concerned about Arizona. I
t hought for sure when | got here today that it would
be packed, that there would be no roomto get in. So
this is a perfect exanple of us understanding why this
I ssue needs to be engaged in thoroughly here in
Ari zona.

My question to M. Artis is soneone began

to tal k about our young people and I think when we
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tal k about raci smand devel opi ng corporate Anerica we
do have to take -- that’s one piece of the puzzle.
Vhat 1'd |ike to know is what are you doing in your
conpany to work with bringing in or devel opi ng young
people in preparing them for being in corporate
Anerica?

And | say that because one of ny clients is Junior
Achi evenent of Anmerica, and we are in the process of
building a multi-cultural initiative to have young
people of color understand the economcs and
| nportance of what it nmeans to stay in school to
prepare yourself for this global market that we're
dealing wth.

And then ny request is if there' s anybody
who's interested in the audience in terns of working
with that kind of issue, you re welcone to see ne
afterward. Thank you.

MR, ARTIS: Geat and thank you for that
question. You can applaud if you d like to.

(Appl ause)

MR ARTIS: It’s a good question because
we believe that the success of corporate Anerica
depends not only on our ability to be able to attract
conpetitive talent +today but also to attract
conpetitive diverse talent for the future. So just to
be brief because I know we’'re pressed for tine, we are

an avid supporter, in fact the |argest supporter of
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inroads in ternms of bringing in qualified African
Anerican, Hi spanic and other mnorities into the
busi ness.

V¢ al so have a very aggressive col | ege and
university hiring program and we nonitor our intake
based on race and sex and are proud to report that
over 50 percent of the people that we bring in through
coll eges and universities, both historically black
coll eges and universities and Hi spanic coll eges and
universities, et cetera, over 50 percent are
mnorities. So we're feeding that pipeline, that pool
of peopl e.

And thirdly, through our foundation we
believe it’s inportant to have outreach into the
community to effect how people are being educated in
K through 12 and ot her prograns and so we support it
t hrough our foundati on.

SECRETARY HERVMAN: Thank you. Here.

MR Bl USTEROS: Madam Secretary and Doct or
Franklin, ny nanme is Frank Biusteros (ph). As the
only Hi spanic appointee on President dinton’s
Communi ty Devel opnent Financial Institution Advisory
Council I find nyself today as a spokesperson speaki ng
on behalf of those tiny mcro-enterprises, the self-
enpl oyed and the hone based enterprises that continue
to be discrimnated in the financial arena. Financial

I nadequaci es still exist throughout Arizona and
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t hroughout the United States.

But enough of this well-known problem
Through the President’s initiative of the Community
Devel opnent Financial Institution Fund and the U.S.
Treasury, the financial industry is beginning to
realize that the nation’s poor are mnorities, are
Native Anericans, are a good credit risk and that the
Community Reinvestnent Act and | suggest should be
replicated to have a corporate reinvestnment act where
active -- where corporate America can invest its fair
share to end or at |east shorten the disparity that
exi sts between the haves and the have nots.

| applaud the President’s initiative One

Anerica, one nation with liberty and justice for all.

Thank you.
SECRETARY HERMAN: Thank you very nuch.
(Appl ause)
MR. H GUERA: (Good afternoon, ny nane is
Charlie Hguera. I'mwth U S Wst Communications

and | work in the Spanish service center, El Centro
Service Espanole (ph). Your comrents regarding
corporate concerns for bottom line pronpted ny
response or what ny experience has been. I hel ped
found the Spanish center. W started 14 years ago
with about four representatives taking calls from one
state. W’ ve grown nowto 100 representatives. W're

taking calls from14 states. W'’re taking about 4,000
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to 5,000 calls a day.

In regard to bottomline concerns, | was
there. W helped. Wth ny fell ow enpl oyees we fought
the battles agai nst managenent to show themthat there
was a market there. Only after our growth, only after
our call volunes increased the revenue was shown to
them then we got the support we needed.

I’m grateful for the conpany, for the
support we have now, thank God for that. And where |
work is every day a reaffirmation of ny culture
because all | do is speak Spanish all day. M fellow
enpl oyees, there’'s 100 of wus, they're from South
America, Mexico. |It’'s great. Economc reality sets
in when | speak to ny custoners fromacross the region
that work in the service center here in Arizona, work
in the agricultural areas of Washington, they work in
t he nmeat packing plants in Nebraska and I owa and that
brings you back to reality. And | thank you for your
tinme.

SECRETARY HERVAN.  Thank you. W' Il take
one nore question on this side.

MR ABRELL: (ph) Madam Chairnman, ny name

I's Anthony Abrell. I am with Nei ghborhood Spirit
Associ ati ons. Il live in South Phoenix, so I'm a
nei ghbor hood activist. 1’ve been for many years. One

of the things that | wanted to bring about that’s on

Anerica regarding to President Cdinton’s initiative.
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Il wish I would have known that it was early in the
nmorning. | was at the Cty Council and one of the
bi ggest probl ens that we have is our own | egislatures,
our city officials, our county officials, that
sonmething like this fromthe President, | seen it on
TV. | tried to get nore information but | couldn’t
find anyt hi ng.

Yesterday at the Gty Council, Council man
Cody WIIlians announced that from4:15 to 5:30 there
woul d be sonething here at the Preparatory Acadeny.
Had | known it was at 9:00 o' clock, I would have been
here at 8:00. But the reason why | speak out is the
bi ggest problem that we have is that a lot of the
information that the President is not aware of when he
goes to give out nonies to the Justice Departnent,
they should investigate the non-profit organi zations
because involved wth the <city, they get the
I nformati on.

We, as activists, if we doubt if we get
the information. Just like the R o Sal ado Project,
this is what the public were giving out as far as this
Is the information that would be comng out, a
feasibility study regarding to the Water Act, but
then, in fact, this is the actual docunent that the
public is not aware of that’s going on regarding to
devel opnent .

And the reason why | speak out in this
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manner is that 1’'d like to see these docunents go back
to Washington so that the President can see that when
devel opnents occur on the judicial level that they
I nvestigate definitely that the nonies go to the
I mredi ate areas. Sout h Phoeni x has been a garbage
dunp for nmany years. |t was recognized the city dunp
and it never gets any revenues. It’s always east,
west, north.

Il nean, | like what M. Russell said,
yeah, it is corporate Arerica that has to look into it
and it has to go back to school but they also have to
recogni ze that there’s a |lot of people out here but
the only thing is that there’s too many brown noses
and it’s got to becone nore whistle blowers where they

speak out for the people and all nationalities. Thank

you.
SECRETARY HERMAN:  Thank you very, very
much. | would like to ask --
(Appl ause)
SECRETARY HERMAN: Thank vyou. | woul d

like to ask the staff who is in the aisle with the
ot her speakers, if we could either get the nanes or
set up a nunmber system what we’'re going to do is to
take just a 20-mnute break nore or less to transition
into the town hall neeting. W wll then continue
with the coments and the dial ogue. But for ny

portion of at |east chairing this session, | want to
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agai n thank the panelists who have participated and |
wanted to recognize M. Dick Snell, who is the
President and CEO of Pinnacle West who is in the
audi ence and al so Jane Janes of the Arizona Public
Servi ce.

We thank you for being here and for your
contributions as well to this session, to this forum
Again, ny thanks to the panelists and to the Board who
sat in on this panel. Thank you very nuch and we’|
be back at 4:00 o’ clock to continue with the full town
hal | neeting and this dialogue. M. Thonpson?

M5. CHAVEZ- THOVPSON: Yes, we would
encourage all of the people that are in Iine to nmake
sure that the staff knows your name and you will be
put back in the sane order that you were in line. It
Is difficult totry to keep to a schedule but we wll
do the very best that we can to get back into session
right at 4:00 p.m

SECRETARY HERMAN: Thank you very nuch.

(Whereupon, at 3:30 p.m the above-

entitled matter concl uded.)




77




